The aim of this paper is to examine the relationship between the administration of leadership training programs and trainees' motivation to learn. Self-administered questionnaires were distributed to collect data from junior army leaders in Peninsular Malaysia. Methods: A cross sectional method was employed in this study because it allowed the researchers to integrate the LTP literature, the pilot study and the actual survey as the main procedures to collect data. Beside a purposive sampling technique was used to distribute 300 self-report questionnaires to junior army leaders at the organization and the survey questionnaire data were analyzed using SmartPLS.
INTRODUCTION
In a workplace training, leadership training program (LTP) is often interpreted as a process of developing and enhancing leaders' competencies to achieve the organizational strategy and goals in unpredictable and challenging environments [Beheshtifar and Panah 2012, DeRue and Myers 2012] . Traditionally, many organizations implemented the LTP as routine, informal and ad hoc activities in order to increase the ability of leaders in carrying out short-term duties and responsibilities, as well as solving daily job problems and improving their current job performance [Beheshtifar and Panah 2012, Lyne de Ver and Kennedy 2011] . This approach may help to achieve organizational goals, but many scholars view that it is most suitable for handling small-medium organizations that operate in domestic, stable and less competitive environments [Broome and Hughes 2004; Cox and Walsh 2006] .
Globalization began in the 1970s where many organizations had been involved in cross-border businesses, made business collaborations between countries, and held a political cooperation between countries in order to share mutual benefits in a global economy [Darrin and Christian 2012, Lyne de Ver and Kennedy 2011] . This situation has motivated organizations to shift their approaches from the traditional job-based leadership training to the strategic-based leadership training in order to support their strategies and cultures [Gentry et al. 2014 , Lancester 2014 . Under this new approach, LTP is systematically designed and administered to build realistic learning expectations, create conducive training conditions and enhance leader competencies [Brum 2007, Goldstein and Ford 2002] , change negative attitudes, fit knowledge and skills to the organizational needs, prepare leaders to face present challenges, keep up with advanced technologies, improve continuously, and develop a complex social networking and promote organizational learning. As a result, it may help organizations to attract, retain and motivate leaders to accomplish their organizations' strategies and goals [Broome and Hughes 2004, Cox and Walsh 2006] .
A review of the recent literature pertaining to workplace training shows that successful LTP is determined by a competent administration. Competent administration refers to the capability of administrators to design the course content based on job requirements and select the right instructors to teach and facilitate trainees [Hamdan 2006 , Lancester 2014 , Mohamad 2006 . Course content is broadly defined as a systematic training syllabus that consists of fundamental facts, knowledge, important concepts, principles and elements of skills that suit the trainees' vocational needs [Nikandrou 2009 , Noe 2014 . Meanwhile, an instructor is generally defined as a trainer or coach who has particular expertise, sufficient teaching and facilitating skills, the capability to make diagnosis and formulate learning objectives, the ability to evaluate trainee performance and competency in the administration of training functions [Maimunah 2014 , Patrick et al. 2009 ].
Interestingly, a thorough investigation about successful LTP literature published in the 21st century reveals that a well-designed course content based on job requirements and selection of the right instructors are important predictors of trainee outcomes, especially motivation to learn [Hamdan 2006; Hatfield et al. 2011 , Lokman 2006 , Rahimi 2007 . In a management training perspective, the motivation to learn is often viewed as trainees having high desires and willing to make sacrifices to learn necessary knowledge, develop up to date skills, develop the latest abilities, instill positive attitudes and other current capabilities in training programs. As a result, these competencies may enhance trainees' careers and well-being in organizations [Nizam A.M.Y. 2012 , Pham et al. 2010 .
Within an LTP model, many researchers think that course content, instructor's role, and trainees' motivation to learn have different meanings, but they are strongly interrelated concepts. For example, the readiness of senior administrators to appropriately use a welldesign course content based on job requirements, and the selection of the right instructors to properly teach and facilitate trainees may lead to greater trainees' motivation to learn in dynamic organizations. Even though many studies have been done, the administrators' roles in LTP as an important predicting variable are neglected in the leadership training research literature [Beheshtifar et al. 2012 , Darrin et al. 2015 . Many scholars argue that this situation may be caused by several factors: firstly, many previous studies have explained a great deal about the features of LTP characteristics, the conceptual definitions of the term, types, purposes and advantages of the training programs. Secondly, most previous studies have employed a simple descriptive and correlation analysis method to identify particular indicators of LTP administration, employees' attitudes towards LTP types and assess the strength of the association between LTP administration and general training motivation. Conversely, the effect size and nature of the relationship between LTP administrations on trainees' motivation to learn based on organizational behavior science has been little discussed in the previous studies [Amir et al. 2013 , William et al. 2014 .
As a result, these studies have only suggested general recommendations and this may not offer much help to be used as essential guidelines by senior administrators in understanding the complexity of LTP concept and practice, as well as introducing creative leadership styles to enhance the effectiveness of LTP in dynamic organizations [Gentry et al. 2014 , Lancester 2014 . Thus, this situation stimulates the researchers to further study the issue. The aim of this paper is to answer two major objectives: the first one is to assess the relationship between the course content and trainees' motivation to learn. The second one is to assess the relationship between instructors' role and trainees' motivation to learn. Besides, the structure of this paper discusses five important issues: literature review, methodology, findings, discussion and implications, and conclusion.
LITERATURE REVIEW
The relationship between the course content and motivation to learn is consistent with Vroom's [1964] expectancy theory, which describes that a valued outcome may motivate an individual to perform positive actions [Vroom 1964 ]. The application of this theory in an LTP context shows that the notion of valued outcome is normally translated as a well-designed course content based on job requirements. This notion is consistent with considerable LTP research literature.
Several extant studies were conducted using a direct effect model to examine LTP in different organizational samples, such as the perceptions of 24 graduates who consist of supervisors, managers and senior managers from 4 leadership development programs at a large multi-site Australian governmentowned energy provider [Lancester 2014 ], the perceptions of 106 trainees at a technological training institute in northern Taiwan [Tai 2006] , 134 low-level managers at five organizations in Greece [Sahinidis and Bouris, 2008] , 155 bank management and supporting staff in Pakistan [Amir et al. 2013] , and 763 respondents of leadership development programs from seven different countries, namely China/ Hong Kong, Egypt, India, Singapore, Spain, the United Kingdom, and the United States [Gentry et al. 2014] . These surveys found that the readiness of senior administrators to use well-designed course contents based on job requirements had strongly enhanced trainees' motivation to learn necessary knowledge, develop up to date skills and new abilities, instill good moral values and other current capabilities in the different organizations [Amir et al. 2013 , Gentry et al. 2014 Sahinidis and Bouris 2008, Tai 2006] . Thus, it is hypothesized that:
H1: Course content is positively related to trainees' motivation to learn
The relationship between instructors and the motivation to learn gains a strong support from Wood and Bandura's [1989] social learning theory, which explains that being ready to learn by observing a behavior and by observing the consequences of the behavior may enhance trainees' belief in their abilities to perform tasks [Wood and Bandura's 1989] . Besides, the self-directed learning theory posits that the willingness to learn independently to fulfill needs and expectations may induce trainees to perform positive actions [Kolb's and Boyatzis's 1970, Knowles 1975] . The application of these theories in an LTP shows that the notion of being ready to learn by observing a good model and being willing to learn independently are often referred to as instructors' roles in teaching and facilitating trainees. The notion of these theories has gained strong support from considerable leadership training program literature.
The application of this theory in an LTP shows that the notions of trainees' belief in their abilities to perform tasks and the high quality relationship between coaches and trainees are often seen as the ability of instructors to teach and facilitate trainees. The notion of these theories has gained strong support from considerable leadership training program literature. For example, several recent studies were done using a direct effect model to examine leader perceptions towards the administration of LTP in different organizational samples, such as the perceptions of 1,109 officer cadets at Singapore Armed Forces Training Institute [Lim et al. 2005] , 113 military officers and other ranks at a Malaysian military organization [Ismail et al. 2013] , the perceptions of 24 graduates who consist of supervisors, managers and senior managers from 4 leadership development programs at a large multi-site Australian governmentowned energy provider [Lancester 2014 ] and 76 MBA students attending a leadership development course at an European business school [Mosteo et al. 2016] . These surveys show that the readiness of senior administrators to select the right instructors to properly teach and facilitate trainees had strongly enhanced trainees' motivation to learn necessary knowledge, develop some up to date skills, develop new abilities, instil good moral values and other current capabilities in the respective organizations [Ismail et al. 2013; Lim et al. 2005 , Mosteo et al. 2016 . Therefore, it is hypothesized that:
H2: Instructors are positively related to trainees' motivation to learn.
METHODOLOGY Research Design
This study was conducted at a military training camp in Peninsular Malaysia. For confidential reasons, the name of this organization will be kept anonymous. A Malaysian armed force was established in 1933 to defend the sovereignty and strategic interests of Malaysia from all forms of threat. In responding to the objectives, senior administrators of the organizations have taken proactive efforts to strengthen leadership training programs, which lay emphasis on enhancing the capability of leaders to handle complex security and defence challenges. In order to ensure that the training goals are achieved, senior administrators have conducted a proper training needs assessment and outcomes of this assessment have encouraged them to pay more attention to the development of a well-designed course content based on job requirements and to the selection of the right instructors who have high abilities to teach and facilitate the trainees. These aspects have been an important backbone of the training programs that can strongly motivate junior army officers to learn necessary knowledge, develop up to date skills, develop the latest abilities, instil positive attitudes and other current capabilities needed by the organizations. Although the administration of leadership training programs is widely implemented at military training camps, their effectiveness has not been empirically investigated. Therefore, a further exploration about the issue is imperative.
A cross sectional method was employed because it allowed the researchers to integrate the LTP literature, the pilot study and the actual survey as the main procedures to collect data for this study. The main advantage of using this procedure is that it may help to increase the ability of gathering accurate, less biased and quality data [Creswell 2012, Sekaran and Bougie 2010] . At the initial stage of this study, the researchers drafted questionnaires based on the LTP literature. Furthermore, a back translation technique was used to translate the questionnaire into English and Malay languages in order to increase the validity and reliability of the research findings [Cresswell 1998, Sekaran and Bougie 2013] .
Measures
The survey questionnaire had three major sections: firstly, the course content had 6 items adapted from LTP-related course content literature [Aziz 2006 , Azman and Inani 2010 , Jabatan Arah Infantri 2010 . This construct was measured using four dimensions: knowledge, confidence, good moral values and skills. Secondly, instructor's role had 9 items adapted from LTP related instructor's role literature [Azman 2012; Rahimi 2007; Sani 2009] . This construct was measured using four dimensions: explanation, delivery, experience and teaching. Thirdly, the motivation to learn had 13 items adapted from LTP related training motivation [Agong 2009 , Azman and Inani 2010 and Hussain 2011 . This construct was measured using six dimensions: attention, focus, responsibility, effort, willingness to learn and attendance. All items used in the questionnaire were measured using a 7-item scale ranging from "very strongly disagree/dissatisfied" (1) to "very strongly agree/satisfied" (7). Demographic variables were used as the controlling variables because this study only focused on employees' attitudes.
Sample
A purposive sampling technique was used to distribute 300 self-report questionnaires to junior army leaders at the organization. This sampling technique was chosen because the list of junior army leaders was not given to the researchers for confidential reasons and this did not allow the researchers to randomly select participants for this study. From the total number, 163 usable questionnaires were returned to the researchers, yielding 54.3 per cent response rate. All participants answered the questionnaires based on their consent and on a voluntary basis.
Data Analysis
As recommended by Henseler et al. [2009] and Hair et al. [2017] , SmartPLS is very useful to assess the psychometric of the survey questionnaire data and test the research hypothesis. The procedure of the data analysis is that first of all, the model measurement was assessed using a confirmatory factor analysis to determine the validity and reliability of the instrument. Second of all, the structural equation model was assessed by examining the path coefficients using standardized betas (β) and t statistics (t >1.96). Thirdly, the value of R2 was used as an indicator of the overall predictive strength of the model (i.e., 0.19 (weak), 0.33 (moderate) and 0.67 (substantial) [Chin, 2010 : Henseler et al., 2009 . Finally, the value of Q2 was used as a criterion to assess the model's predictive relevance based on the following baselines: (i.e., 0.02 (weak), 0.15 (medium) and 0.35 (large) [Hair et al., 2017] . Table 2 shows the factor loadings and cross loadings for various constructs. The correlation between items and factors had higher loadings than other items in the different constructs. The loadings of variables were higher in their own constructs in the model, greater than 0.7 which was considered adequate [Chin 1998 , Fornell and Larcker 1981 , Gefen and Straub 2005 , Henseler et al. 2009 ]. In sum, the validity of the measurement model has met the criteria. Meanwhile, the values of the composite reliability for all constructs were greater than 0.8, indicating that the measurement scale had high internal consistency [Chua 2006 , Henseler et al. 2009 , Sekaran and Bougie 2010 . Table 3 shows the results of the convergent and discriminant validity tests. The values of the average variance extracted (AVE) in all constructs were bigger than 0.5 indicating that all constructs met the acceptable standard of convergent validity [Barclay et al. 1995 , Fornell and Larcker 1981 , Henseler et al. 2009 ]. Meanwhile, all constructs had the values of √ AVE in diagonal which were bigger than the squared correlation in other constructs in the off diagonal, showing that all constructs satisfactorily met the requirement of the discriminant validity [Henseler et al. 2009 , Kamarudin et al. 2012 , Yang 2009 . Table 4 shows the result of the descriptive statistics and Variance Inflation Factor for the research variables. The mean values for the variables were from 5.98 to 6.12, signifying that the levels of course content, instructor's role and training motivation range from high (4) to highest (7). The values of the Variance Inflation Factor for the relationship between independent variables (i.e., course content and instructor's role) and dependent variable (i.e., trainees' motivation to learn) was less than 5.0 indicating that the data were not affected by serious collinearity [Hair et al., 2014] . Figure 1 shows that the inclusion of the course content and instructor's role in the analysis has contributed 30 percent in the Ismail A., Zainol N.A.M., Ahmad N.N., 2017 . The administration of leadership training programs enhance the trainees' motivation to learn. LogForum 13 (4), 465-477. http://dx.doi.org/10.17270/J.LOG.2017.4.7 471 variance of trainees' motivation to learn. This result provides a reasonable support for the model [Hair et al. 2017] . As an extension of the model measurement, a test of predictive relevance for the reflective endogenous latent variable was further conducted using the Blindfolding procedure. The result of this test shows that the value of Q2 for trainees' motivation to learn was 0.212, indicating that it was greater than zero for the reflective endogenous latent variable. This result had predictive relevance. Regarding the explanatory power, the Q2 value for trainees' motivation to learn was higher than 0.15 [Hair et al., 2017] , showing that it had medium predictive relevance.
FINDINGS

Outcome of Testing Hypotheses 1 and 2
Source: Significant at t > 1.96 Moreover, the outcomes of testing the research hypothesis showed two important findings: firstly, course content was significantly correlated with trainees' motivation (B=0.257; t=2.364), therefore H1 was supported. Secondly, instructors' roles were significantly correlated with trainees' motivation (B=0.362; t=3.271), therefore H2 was supported. Overall, this result demonstrates that course content and instructors' roles act as important predictors of trainees' motivation to learn in the organizations.
DISCUSSION AND IMPLICATIONS
This study confirms that course content and instructors' roles act as important predictors of trainees' motivation to learn. In the context of this study, senior administrators have properly planned and implemented LTP based on the broad policy and procedures as established by their stakeholders. According to the majority of respondents, the course content, instructors' roles and trainees' motivation to learn are high. This situation explains that the readiness of senior administrators to use a well-designed course content based on job requirements, and selecting the right instructors to properly teach and facilitate trainees have enhanced trainees' motivation to learn necessary knowledge, develop up-to-date skills, develop new abilities, instill good moral values and other current capabilities in the organizations.
This study provides three major implications: theoretical contributions, the robustness of the research methodology, and practical contribution. In terms of the theoretical contribution, the outcomes of this study have displayed two important findings: first of all, the course content does act as an important predictor of trainees' motivation to learn. This finding is consistent and is also supported by other studies [Amir et al. 2013 , Gentry et al. 2014 , Sahinidis and Bouris 2008 , Tai 2006 . Secondly, instructors' roles act as an important predictor of trainees' motivation to learn. This finding is consistent and has also broadened studies by [Ismail et al. 2013 , Lim et al. 2005 and Mosteo et al. 2016 . Ismail A., Zainol N.A.M., Ahmad N.N., 2017 . The administration of leadership training programs enhance the trainees' motivation to learn. LogForum 13 (4), 465-477. http://dx.doi.org/10.17270/J.LOG.2017.4.7 472 With regard to the robustness of the research methodology, the survey questionnaire data used in this study have satisfactorily met the standards of validity and reliability analyses. This situation may lead to the production of accurate and reliable research findings. With respect to the practical contribution, the findings of this study can be used as guidelines by practitioners to improve the administration of LTP in military organizations. This objective may be achieved if a senior administrator focuses on the following aspects: firstly, leadership training contents should be continuously updated according to the current national and global security and defense requirements. For example, junior army leaders should be exposed to short courses and workshops conducted by experts related to cyber security and defense, as well as technological innovations in order to decrease too much dependence from superpower countries. Secondly, organizational learning policy should be implemented in order to encourage junior armies to learn until they obtain higher degrees in security and defense.
Thirdly, recruitment policies and procedures should be changed to select qualified army leaders based on academic qualifications, working experiences, good personalities and good service records as the main criteria for fulfilling strategic military positions. These leaders may coach and mentor junior army leaders in meeting job targets. Next, training facilities and technologies should be upgraded consistently with the current changes. This initiative is very important to enhance the competency of junior army leaders in using current and advanced warfare devices and tools. Finally, supportive leadership style should be promoted to build a warm relationship and cooperation among army officers. This leadership style will stimulate senior and junior army leaders to share brilliant ideas and use a participative decision-making in performing their daily tasks. As a result, this situation may enhance communication openness, caring and cooperation in the army community. If these suggestions are given more attention, this may retain and motivate junior army leaders to support their organizational strategic vision and missions.
CONCLUSION
This study tested a conceptual schema developed based on the LTP research literature. The results of the confirmatory factor analysis showed that the instrument used in this study satisfactorily met the standard of validity and reliability analyses. Furthermore, the outcomes of the SmartPLS path model proved that course content and instructors' roles were important predictors of trainees' motivation to learn in the organizations. Thus, current research and practice within the workplace leadership training need to consider the course content and instructors' roles as key dimensions of the LTP domain. This study further suggests that the capability of senior administrators to use well-designed course content appropriately based on job requirements and the ability of instructors to appropriately teach and facilitate trainees will strongly motivate trainees to learn necessary knowledge, up-to-date skills, latest abilities, positive attitudes and other current capabilities in the training programs. Consequently, this positive behaviour may lead to the support and maintenance of the organizational strategy and goals in an era of security and defense of the turbulent environment.
This study addresses several limitations: firstly, a cross-sectional research design was used to collect the data for this study and this research design may not capture detailed causal connections between the variables of interest. Secondly, the outcomes of the SmartPLS path model analysis had not assessed the relationship between specific indicators for the independent variable and dependent variable. Thirdly, the results of the survey questionnaire showed the intensity of respondents' feelings, but it is not easy to avoid the influence of respondents' biases in filling in the questionnaires. Finally, the sample for this study was only taken from junior army leaders at a military training camp in Peninsular Malaysia. These limitations may decrease the ability of generalizing the results of this study to other organizational settings.
This study suggests important tips to strengthen future study: firstly, several respondent characteristics such as age, rank and education should be included to show Ismail A., Zainol N.A.M., Ahmad N.N., 2017 . The administration of leadership training programs enhance the trainees' motivation to learn. LogForum 13 (4), 465-477. http://dx.doi.org/10.17270/J.LOG.2017.4.7 473 meaningful perspectives in clarifying how individual similarities and differences may influence LTP in organizations. Secondly, other research designs like longitudinal study should be considered because it may describe in more detail the patterns of change and the direction and degree of causal relationships among variables of interest. Thirdly, more diverse organizations should be involved in order to fully understand the effect of LTP on trainees' motivation to learn. Next, other specific theoretical constructs of LTP such as support, assignment and learning style should be considered because they have widely been acknowledged as important determinants of trainees' motivation to learn [Azman et al. 2013 , Lancester 2014 , Noe 2015 . Also, other specific theoretical constructs of trainees' motivation to learn such as needs, perceived value and self-efficacy should be measured because they have widely been judged as important outcomes LTP [Hussein 2011 , Lancester 2014 , Noe 2015 . Finally, the number of sample size should be increased in order to characterize the studied population. The significance of these issues needs to be further explored in future study. 
